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9 August 1974

MEMORANDUM FOR: Deputy Director for Intelligence
Deputy Director for Management § Services
Deputy Director for Operations
Deputy Director for Science § Technology

SUBJECT: MAG Annual Report 1973-1974

1. On 6 August I met with the Management Advisory
Group to review its 1973-1974 Annual Report. Several
activities described therein are worthy of calling to
your attention. Please distribute this report to your
offices heads as you wish. Sufficient copies are attached
to accomplish this.

2. During my meeting with MAG we discussed very
briefly its relationship with the Directorate MAG's. At
your convenience, I would welcome a short status report

written or oral) on your MAG'
( ) ony " STATINTL

W. E. Colby
Director

Info Copies:
' - DDCI

- D/DCI/IC
- D/DCI/NIO
- GC '

- LC

- IG

- Asst/DCI
4- MAG

- Comptroller

s s N S B e
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5 July 1974

MEMORANDUM FOR: Director of Central Intelligence

SUBJECT . Activities of the Management
Advisory Group, June 1973 - May 1974

1. The activities of the Management Advisory
Group (MAG) during the past twelve months are summarized
in this annual report.

2. Administratively, MAG continued with monthly
business and dinner meetings. In addition, monthly
meetings were held with the DCI where MAG provided,
at his request, recommendations and comments on
several topics. Senior Agency officials continued
to speak at the dinner meetings, and, for the first
time, the guest speaker at one dinner meeting was
from outside the Agency. That speaker was Dr. Ray (line,
then Director of INR, State Department. The fresh
perspective offered by a guest from outside the Agency,
but within the intelligence community, made this a
particular desirable innovation. The speakers in
order of appearance were: Messrs. Proctor, NN STATINTL
Brownman,; Evans, and Gen. Walters; also Messrs. Cline,

Iams, Carver, Duckett, and Gen. Graham.

3. In September MAG held a three-day business
session NI MAG members found this session
particularly rewarding, from both a business and
personal standpoint. The MAG paper on personnel
approaches (included as Tab J)}, considered by most
members to be the most significant paper of the
year, was developed during this meeting.
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4. During the year, consideration was given to
changing MAG's affiliation from the Executive
Secretariat to either the Inspector General or the
Secretary of the Management Committee. However, after
discussions with the parties involved, the present
arrangement was determined to be preferable and will
be continued.

5. Most importantly, MAG prepared a number of
papers during the twelve-month period identifying or
responding to problems or potential problems in the
Agency and offering recommendations for improvement.
Summaries of these papers, including any actions
taken by management in response to our recommendations,
are given below:-

A. Recommendation for CIA Policy State-
ment on Wives of CIA Employees Stationed Abroad.
MAG recommended that a policy statement be issued
to provide station chiefs and overseas employees
with guidance on the question of the relationship,
obligations, and duties of wives of CIA personnel
abroad. The recommendation was considered by Agency
management to deal with a ''mon-problem'" and, therefore,
was not approved. (Tab A)

B. Policies and Procedures in Separate
Components Applicable Elsewhere. In the previous
annual report, MAG presented information on a number
of management policies and procedures found to be
particularly effective by various components within
the Agency. The Office of Personnel added to this
compilation, and the Director suggested, at the time,
that these techniques be publicized. This information
was not published, and MAG again, during this twelve-
month period, provided the Director with a summary of
particularly effective techniques and again asked that
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they be publicized. The Director concurred in this
request and suggested that an "exhibit" of these
techniques be prepared. A two-day symposium was
held on 9-10 April 1974 on personnel practices,

and further efforts are underway. (Tab B)

C. Summation of Excess Personnel Data.
MAG reviewed directorate data on personnel considered
to be excess at the time of the March 1973 excess
exercise to determine if there was bias against
personnel detached from their parent components. MAG
did note apparent bias against some personnel assigned
to other components and suggested a review of the
policy of selecting personnel for these assignments.
Concurrently, an employee appealed the excess action,
charging bias because of assignment status. DDM§S

reviewed the facts and, as a result, I /ssign- STATINTL
ment Policy, was revised.

D. Request for Increased Recognition of
GSA Employees. MAG urged that management encourage
programs which would recognize the importance of
GSA employees to the Agency. Increased recognition
would properly express the Agency's appreciation,
have a positive effect on the morale of GSA employees,
and contribute to the efficiency of the GSA work force.
MAG's suggestion that the Agency publish its appreciation
for GSA's work was not carried out. However, MAG's
recommendations did result in an open house for GSA
employees and the dissemination of positive information
about GSA employees to Agency support officers. (Tab C)

E. Directorate Management. In response
to the DCI's query as to what relationships should
exist between the DCI and directorate MAGs, we
recommended against any formal liaison or coordination
requirements between the groups and urged that each
be recognized as independent in its own right. (Tab D)
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F. Maternity and Paternity Leave. In
response to a letter from an Agency employee, MAG
recommended the wider dissemination of information
on maternity leave. Concurrently and unknown to MAG,
Agency regulations were being rewritten to liberalize
the administration of maternity leave in line with
federal practice. The revised regulations have since
been published. MAG did not endorse other recommendations
in the letter concerning paternity leave or maternity
leave for adoption. (Tab E)

G. Vacancy Procedures: A Suggestion.
It was brought to MAG's attention that someo employees
received no feedback after applying for a vacancy.
MAG, therefore, recommended that there be a formal
requirement to provide written notification to all
of the applicants for a position when the vacancy is
filled. Management approved and implemented this
suggestion. (Tab F)

_ H. Agency Sponsored Charter Bus Service.
The title of this MAG recommendation implied that
the Agency fund and organize charter bus service for
large concentrations of Agency employees. However,
our intent was to merely obtain Agency assistance in
identifying these concentrations so that the employees
themselves could organize charter bus service to
their areas of residence. Specifically, we requested
Agency assistance with a questionnaire and computer
support to identify these employee concentrations.
However, Agency participation in this idea has been
judged infeasible for legal and security reasons. (Tab ()

I. The Program Call Process: Need for
Reappraisal. MAG felIt that Program Call was not
meeting its intended purpose of being an effective
management improvement tool and recommended an appraisal
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of the entire process. MAG stressed that the data
demanded of components below the directorate level
was too detailed, and the manpower cost to provide
the data was excessive. It urged a reappraisal aimed
toward achieving greater selectivity in collecting
data from the components and greater flexibility for
the components in providing the data. Although
Agency management felt that the proposal was too
general, it did, in fact, indicate an intention to
overhaul the Program Call process. (Tab H)

J. Centralized Courier and Pouch Facilities.

MAG pointed out to the Director that NUMETOUS studies
and suggestions recommending the consolidation of
courier and pouch facilities within the Agency had been
made, all without result. We, therefore, recommended
that he personally interest himself in this matter and
encourage such consolidation. He did so, and the
Management Committee is directing efforts to

centralize these services. (Tab I)

K. Recommendations on Agency Personnel
Management. MAG made 18 specific recommendations
on Agency personnel management practices to the
Personnel Approaches Study Group which was developing
an overall Agency policy on the subject. MAG cited
the premises upon which the recommendations were based
and noted that some of the recommendations were already
practiced by some components but should be implemented
throughout. Our inputs, as well as those from
directorate-level MAG's contributed to the "New
Approaches to Personnel Management' enunciated by the
Director in his Employee Bulletin of 1 April 1974.
(Tab J)

L. Survey of Suggestion and Invention
Awards Program. MAG conducted a limited survey of the
suggestion and invention awards programs, stressing
both the strengths and weaknesses in the program.

ADMINISTRATIVE - INTERNAL USE ON
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It concluded that although the program seems to be
fairly administered, it is impossible to quantify its
value. MAG stressed that the program's ultimate success
depends largely upon support from top and middle
management. The survey was thought by management to

be of such value that it was summarized and published

as an employee bulletin in December 1973. (Tab X)

M. "Feedback" as a Mechanism for the
Evaluation of Agency Performance. MAG made several
recommendations for the use of feedback data as a
measure of Agency performance. Management 'rejected
the first of these recommendations, the establishment
of the Publications Source Survey program on a
community-wide basis, since it was thought to conflict
with the Key Intelligence Question Evaluation Process
(KEP), then being formulated. Decisions on the
remainder of the recommendations, which involved
creating a mechanism for obtaining feedback on
"actionable" reporting and greater participation
by NIO's and analysts in planning and evaluating
collection projects, have been deferred by management
until a later date. (Tab L)

N. Steps to Encourage Car Pools. To
facilitate the formation of car pools, MAG recommended
that the Office of Personnel be authorized to release,
under adequate security procedures and on individual-
request basis, the names of all persons living within
a given ZIP code or telephone exchange area. MAG
felt that greater access to this information would
be particularly beneficial to those 1living in remote
areas not shown on the car pool locator boards.
Although the recommendation to make available the
names of potential car pool members was rejected on
security and "invasion of privacy" grounds, car pool
locator boards covering a larger geographic area will
be installed. (Tab M)
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0. New Procedures for Evaluating Research
Proposals. MAG recommended modifications to the
contract proposal and review process to improve its
effectiveness. It criticized the process for not
focusing on the specifics of a research proposal,
thereby contributing to needlessly long negotiations
and causing ambiguities about what the proposal will
do. These modifications involved the use of four
specific criteria which could be used for screening
research proposals and for auditing the results of
research that is funded. These modifications are
now being considered by management. (Tab N)

P. Comments on the Director's Los Angeles
World Affairs Council Speech. MAG recommended that
the speech be given wide distribution to all employees
at Headquarters and overseas and that a covering
memo present some of the Director's thoughts on
"going public.'" MAG also suggested that the Director
post, perhaps on the DCI bulletin board, a list of all
organizations and persons who visit and tour Headquarter's
components and include his plans for future exposure.
The Director indicated that he would consider
implementing these suggestions. (Tab 0)

7
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12 June 1973

MEMORANDUM FOR: Executive Secretary,
: CIA Management Commitlee

SUBJECT : Recommendation for CIA Policy
) Statement on Wives of CIA Employees
Stationed Abroad

‘1. It is MAG's judgment that CIA should issue
a policy statement on the role of the wives (or
husbands) of CIA employees stationed abroad similar
in substance to the Joint Department of State/Agency
for Internzational Development/United States Information
Agency policy statement on this subject issuved in
January 1972 as Department of State Airgram A-728
(copy attached).

2

2. The recommendation for an Azency policy
statement is not the result of a MAG study or record
of instances indicating any abuses by CIA Station
Chiefs in this area. Nevertheless, MAG sees utility
in an Agency initiative to provide guidance to COS's
and overseas employees on the question of the relation-
ship, obligations, and duties of wives of CIA
personnel abroad.

MANAGEMENT ADVISORY GROUPR

Attachment

,
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13 June 1973

MEMORANDUM TFOR:- Executive Secretary
CIA Management Committee

FROM : Menagement Advisory Group

SUBJECT : Policies and Procedures in Separate
Components Applicable Elsewhere

REFERENCES : A. Memo for Mr. Colby fr OP, dtd

21 Feb 73, same subject

B. Memo for ExDir-Compt f£r MNAG, dtd
13 bec 72, same subject

A from the Office of Personnel cutlined
additional practices in separate components which might

have polwcab lity elqewhere. MAG agrees that the Office

of Personnel is the logical "clearing house" for identifica-~
tion, review, and sharing of personnel-related information
on successful management techniques developed by the various
components of the Agency. MAG further heart ily enuorueq

Mr. Colby's instruction to the Office of Personnel to “"gen—
erate some action" to publicize those innovations which have
proven to be effective and worthwhile.

1. Referenc

2. The mechanical compilation of viable management
policies and procedures (References A, B, and the remainder
of this memorandum), however, will be a feckless exercise not
warranting the time and effort requzlea unless some sort of
vehicle (verbal, written, or a cowbination thereof) to make
them known to all managers is developed. It is realized that
the establishment of an effective and continuing means of
comwunicating these ideas is, perforce, a tall oxder, but one
which is necessary if dl%gﬂraie parts of the Agesncy are to
benefil from the experimentation of other components,

{

The following paragraphs contain a few additional
and procedures which have come to MAG's attention:
erences A and B were prepared and are forwarded as

o thess memoranda. Once again for your conven-
rt41butlon% have been grouped under the cate-
;1cat;on, ommunications, personnsl planning
nt, a‘u“L10q, and utilization of junicr officers.

Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9
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The consolidation of parts of the earlier memoranda and thase
paragraphs into a package for distribution to Agency managers
would be a good beginning (but only a beginning)} in cormuni-
ceting these ideas.

A. O0SI hes several methods of guiding a new analyst.
He meets with the Directoxr of OSI upon entrance on duty an
again after three years to discuss his problems and future in
the office, New professionals of GS-11 rank and below are as-
‘signed a2 "big brother" who not only introduces him to cextain
Agency facilities and services, but also reports monthly for
nine months to the 0OSI personnel officer on how well the new
employee is settling in. Any major problems with the new em-
ployee are called to the attention of the Director of 0SI
through this mechanism. : :

B. Additionally, O0SI utilizes a form listing variocus
Agency briefings and familiarization tours {such as an NPIC tour)
which is sent to a new analyst's division as a reminder to his
supervisor that he should be sent to appropriate ones. Further-
more, each division and the production staff bhrief groups of new
analysts so that thay can become familiar with the overall respon-
sibilities of the office. To acguaint 0SI divisions with new em-
ployees, 0SI issues a short bilography on recent arrivals.

5. Communications

A. OSR has issued a directory —- sized and folded to £it
into the Agency phone book. This directory allows for easy access
to the division or analyst within OSR who may have the answers to
gquestions posed by personnel within and without OSR. OCI and ozR
have similar listings of personnel and offices which lead to easy

F
access to thoss who may have the expertise reguirad to answer
specific guestions.

B. OSI has established a biweekly office nawsletier
which contains substantive and administrative irnformation con-
carning the past tvwo weeks, uscoming events terest, and
oditorials from tha division chiefs. FEvery ek, a calendzor
alone is issued listing the significant eve he coming wael

C. OSI has a yearly awards program with the entire
in attendance in the auditorium. Awards are given and tha :
direc 2aks on 1 interest the OF

t c i for th
x S nmatter
2V
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6. Personnel Planning and Development
OSI has issued notices and regulﬁtions covering the
role of the career service panel, promotions, evaluations of
performance, and racojultlon of superior pesriormance. The
carser service panel includss two menmbers—at-larzge {as oppossd
to each division and staff chief) who serve for two years; they
are picked from GS-1lls through GS-14s.
7. Evaluation
0sI }equires each supervisor preparing fitness reports
to hold a mid-polnt discussion with the analyst baing reviewed.
Strengths and weaknasses are discussed by tha supervisor, and the
eviewee is expected to air his complaints and problems at that
tima. This has proven to be an excellent mechanism for opaning the
lines of communications between the employes and the supervisor.
A meno of the conversation is p:cngred by the reviewsr, shown to
the reviewee, and then placed in 0SI personnel records.
8. Utilization of Junior Officers .
A. The Office of Security also has a Management RAEvisory
Croup {which came into existence at about the sams time as MAG)
consisting of young careerists, grade GS-11 or balow, who have
been with the Office of Security for at least one year. It 1is
chaired by the Deputy Director of Security with its objective --
"to obtain management input and advice from our younger carcerists.
B. The Office of Comnunications’ administrative Review
nz2l, established at a radio base staticn —
ﬁroued to be a worthwhile example of utilization of junior oificers
Membership was voWLntary and divided among ths operations, tach-
nical and telecommunications staffs, evcluding supsrvisory .
parsonnel. Its purpose was to opan lines of communications ba-
tweean Lbe station administration and the re r of ths af
nd i many querie conmanda ns
increased £ hly to w
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11 July 1973

MEMORANDUM FOR : Executive Secretary, CIA
Management Committee

FROM : Management Advisory Group
SUBJECT : Increased Recognition of GSA
Employees

. 1. A MAG inquiry into the Agency's relations with fhe General
Services Administration (GSA) has resulted in the conclusion that
working arrangements and coordination on day-to-day matters are
excellent. However, in some areas the Agency could take action to
assist GSA in building and maintaining a work force which would be
more efficient and, consequently, more highly regarded and appreciated.
Specifically, the Agency could encourage its personnel to give proper

T recognition to the GSA work units and, in particular, to the custodial
force. For example, the Agency could issue employee bulletins which
point out how each Agency employee can help to make the custodial
forces' job just a bit easier. This action alone might signal to the
GSA work force that indeed, "Somebody does care."

2. The Agency and GSA should continue to explore possible
programs which might cause the GSA'émployees'to feel more appreciated
by their CIA tenants. For example, an open house for GSA employees

and their families seems a simple, inexpensive gesture which could

have a positive impact on the morale of GSA employees. There are
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y

G o selsm B s o X kg

ADMINISTRATIVE-INTERNAL USE ONLY

Apprdved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9

similar ideas that both Agency and GSA officials have considered

which have not been implemented for one reason or another; they

should be reviewed and, if they remain valid, should be reconsidered.
3. MAG believes that Agency management should actively encourage

any programs which could assist GSA in accomplishing its mission. It

appears that, as an initial move, publication of the Agency's concern

and appreciation for the job GSA is doing would be appropriate. From

there, additional programs should be explored which could result in -

an improved working environment for both Agency and GSA employees.
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MEMORANDUM FOR: Exscutive Secrstary, CIA Managsment
Committes

SUBJECT : Directorats Managzmant Croups

1. The Maragement Advisor

cornment on thaz relationabip which should exist betwsen the MAG

and the recently formed Divsctorats management grouvs,
/ o a

Z. Ths MAG rucognires the Directorata management
gyvoups a3 sovarsign bodies. Theay exist indepen

3
.
o

:ntly of tha

MAG, and presumably will be responsive to tha needs of thaix
componsants and the guidance of thair rezapective Deputy Direc-
‘tars.

3. Tae MAG membera, individually and as a commities
will attermpt to raspond positively to any reguest for advics or

cooparation from the Dirzsctor.ua managaement grouns. Howswvar

tha MAG iy reluctant 2

iy
coordination raquirsmanis, 3

4. The MAG undsestands that foxme
tially with the Directorats managemaent
between the MAG and ths othar ma

‘develop naturally if this practics i3 followad,

o
tinua to monitor tha devalopmeaent of raintions batween tha group
N

and may have some additional suggaesti

MAIAGEMENT ADVISORY GROU:
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14 August 1973

NOTE FOR: Director Central Intelligence
FROM : Management Advisory Group (MAG)
SUBJECT : Maternity and Paternity Leave

1. The attached memorandum was sent to MAG for consideration.
Upon investigation it was determined that the central issue was
whether a person adopting a child or a man whose wife was having
a child should be able to use sick Teave, as is the case for women
who are pregnant. MAG was informed by the Office of Personnel that
the Agency's rules in this matter are in conformity with Civil
Service regutations,

2. The writer of the memorandum offers three recommendations
in paragraph five of his submission. A majority of the MAG does
not endorse recommendations a and b. Recommendation c, however,
s endorsed by MAG. We believe that this could best be accomplished
through an Employee Bulletin on the subject or as part of the 0ffice
of Medical Services "Newsletter."

3. We are forwarding this memorandum for your information.
MAG plans no further action on the subject.

ADMINISTRATIVE ~ INTERNAL USE ONLY
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26 June 1973

MEMORANDUM FOR: The Management Advisory Group

SUBJECT : Maternity and Paternity Leave

1. I would like to call to your attention some in-
cqualities with regard to the Agency's policies on maternity
and paternity leave. The problem came +o my attention
because of my recent, personal experience arising from my
adoption of a foreign child.

2. Confusion exists over the Agency's maternity leave
policy. TFor example, most women believe they must go on
maternity leave at the end of the seven and one-half months
of pregnancy. The Agency does permit a woman to work longer
in certain instances, if the doctor advises it is not in-
jurious to her or the baby. This option is not well known
and in fact, women are rarely told that it exists.

3. Eligibility for maternity leave is defined in
terms of capacity (or incapacitation) for work. Taken in
strictly medical ‘terms, this automatically eliminates a man
from receiving paternity leave. Such a fixation on bio~-
logical criteria alone is, I suggest, a form of discrimin-
ation which is out of date with the current government
emphasis on equality of the sexes. There are many forms of
incapacitation. Certainly a husband can become incapacitated
for work, worrying over the care his other children are
receiving while his wife is in the hospital.

4. Under the current regulation, a woman who is
adopting a child is not eligible for maternity leave,
because there is no biological incapacitation. Again the
phrase incapacitation is defined in the narrowest of terms,

to the point where in fact it becomes a form of discrimination.

5. T suggest that the whole policy of maternity/
paternity leave be re-examined, that the Agency not hide
behind narrow and somewhat antiguated burcaucratic inter-
pretations, and that CIA strecamline its maternity/paternity
policy along the following lines:
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a. Men be granted paternity leave in cases where
their wives are having natural childbirth, or
in cases where an adoption is involved.

b. That women adopting children be given the same
right to maternity leave as women having
natural children.

¢. That the confusion over maternity leave be cleared
up. More specifically that pPregnant women be
told that they have the option to work longer
than seven and one-half months of their pregnancy.

6. I hope that the Management Advisory Group will
find =nough merit in the problem to consider it, or pass
it on to the appropriate committec -

s et

.
STATINTL '

OCI/EUR/EE
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14 August 1973

MEMORANDUM FOR: Director Central Intelligence
FROM t Management Advisory Group (MAG)

SUBJECT : Vacancy Procedures: A Suggestion

1. It has been brought to MAG's attention that some employees
have received no feedback after applying for a vacancy, in effect
Teaving them in a state of limbo. The problem appears to be a
breakdown in the Agency's normal procedures. MAG understands that
on Agency-wide vacancy notices the Office of Personnel is supposed
to notify all applicants or their personnel officers when the posi-
tion is filled. A similar procedure is supposed to operate within
the Directorates on intra-Directorates vacancies.

2. Adequate feedhack is an essential ingredient of good manage-
ment and good personnel relations. Tc insure that this occurs conw
cerning vacancy applications, MAG recommends that once a vacancy
has been filled, the 0ffice of Personnel or the appropriate office
within a Directorate have the formal requirement to provide written
notification to all the applicants for a position that it no longer
exists. This could be done by a simple Torm Tetter which would be
sent automatically to the applicants.

3. If you believe that this suggestion has merit, you might

wish to forward it to the Office of Personnel and the Directorate
personnel officers for action.

ADMINISTRATIVE - INTERNAL USE ONLY
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14 August 1973

MEMORANDUM FOR: Director Central Intelligence

FROM ¢ Managemant Advisory Group (MAG)
SUBJECT : Vacancy Procedures: A Suggestion

1. It has been brought to MAG's attention that some employees
have received no Teedback after applying for a vacancy, in effect
Teaving them in a state of limbo. The problem apoears to be a
breakdown in the Agency's normal procedures, MAG understands that
on Agency-wide vacancy notices the Office of Personnel is supposed
to notify all applicants or.thair personnel officers when the posi-
tion is filled. A similar procedurc is supposed to operate within
the Directorates on intra-Directorates vacancies.

v 2. Mdequate feedback is an essential ingredient of good managa-
ment and good personnel relations. To insure that this occurs con-
cerning vacancy applications, MAG recommends that once a vacancy

has been filled, the Office of Personnel or the aporopriate office
within a Directorate have the formal requirement to provide written
notification to all the applicants for a positi hat it no longer
exists.  This could be done by a gimple form Tetter which would be
sent automatically to the applicants.

3. If you believe that this suggestion has merit, you might
wish to forward it to the Office of Parsonne] and the Directorate
parsonnal officers for action.
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HEMORANDUM FOR:  Mr. Colby ;
SUBJECT : Agency Sponsorad Charter Bus Service

1. It has been suggested to MAG that man 5
‘ﬂriowd consideration to the establishient of a ch
Tor Agency employees, LIlIC]Ln iy operated hus service couid haip
atleviate the P?OD]LMD of parking, tardiness, traffic congestion,

the energy crisis and air pollution.

wnt should give

7. Unfortunately regular bus service to the Aunnc' is poor,
requiring somg people to make several transters, involving long
civeuitous routes in many cases, and with no e“v1ne available

in all too many areas.

3. There are numarous communities in the metropolitan area
vihaere large numbv"s of Agency employess reside. These arcas could
be identified by means of a qwnsL10n”17re and computer supnort.
Charter bus J01v1un hou.c be directed at these locations.

4. MAG recommends that the Office of Logistics and the Office
ecurity qva priority to preparing a plan for the creation of
harter bus service.

THE MANAGEMENT ADVISORY GROUP
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Mr. Colby

SUBJECT .+ The Program Call Process:
Ffor Reappraisal

NAG hes surveyaed Prog: All (as a proce
nt) and concinded it it sntt living up to
>n+ ‘KJ:OVcn~nc tool. Ln particul

docu
a manaq

far too r is devoted to repo QIN2NTH
in a d@hdLL unner-nn@ry for effective manac MAG

bholieves this is
the entl

an appropriate tine for a mLﬂbb look at

re Drocess.

1. At the b c:umz.n
provious Dx-Dix' c
of the funds fLfoxr contl
of the Co*gvevgionally approvad
with this decentralilzed mana
performancs 1s now to be meas
PVogrdm Call, however appad*f
nant of the

the

from

ot
Tt
—

RS
28414

I)L(,.( tice rToen

2. Obviously, hffccr
of auvthorlty regulre
cohelon components., HO
have made burd

volumz of gfnera(

Aonsomoe

ensomns

componants ofit en
(J( i3] ?‘;( -
recording

cyond thae ng
that cfiiforts
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3.

sepa

uavtlnv
from

roaguire

wgenant :
rt, there is Lrong evidar
sithout exceaption +o Proq
MAG beliceves that it is imp
L&rt‘ﬁﬁdﬂLPﬁLul diﬁTO”
solate the important fact

naANA

The "Managasment by Objectivas” Pmygo*mﬁnﬁﬂ
v

Mezasurement approach has bsen recently addsod to the o’;}:h“1
mj']“] nrocoss mMhea 1 mr £ ove o
Lall process. The basic concept of manasement Dy ODJ“Cf ras
18 attractive, despite concern over how p““’ov“ﬁxc9
i 1 mance
by qu A1 The £V3=»ht app*c ach is to nake
-y £
] against Th“ QﬂPUMl
. In =
is is

."

5 szothlo< arno
h in pols
. For soma componont:

ion bhrea

gful measure na a would seem to ha
& bility to react suc Llv to a c“':is
Or tC O: It in priorities. Yet € currant 83 ’
nsLsting only of a fixed set of objectives, seems 1
Lhat a manager who reallcocates rescurcos ay Irom

objectivas to meet a new situation will
score.

Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9

ADMINTISTRATTV « TNTEDRNAL 1JSE ONTV



6. TIuxthe nes
1201 mE&asure ives. SJuce
juirement tha annual
11, an ¢ ns raspons
fulfil ad hoc re
levied ort mast
view a st ob the Mans
ve Peciormar suremant 5 going
Program Call Process pro! egin W
canﬁass of future conzumar re d be
itive input from action uni theilxy own
-ﬂdr. MAG believes that pers vation must
ree f :ctors: tangible resul against a
ctive, the costs to achiev .cular results,
gree to which results mzet quirements.
Recommendation:

In brief, MAG recom

Call Process in its bloaj

of improving nanagement effectiven

expan dow in reporting, the reappral
toward greater selectivity in the col
diiferent components, and greater fl
parnitted to those components in providin

Managenent A

Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9
ADMINISTRATIVE - INTERNAL USE ONLY



Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9

Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9



Approved For RéI&A4E 2006705116 " CIA-RDPE1-00261R000600050006-9/ 5 . . . . -

20 September i§7éq“¢£;L;

MEMORANDUM FOR: Director of Central Intelligence
FROM :  Management Advisory Group

SUBJLECT . Centralized Courier and Pouch Yacilities

1. 'The Agency courier and pouch facilities are a
decentralized and compartmented conglomeration of services
and resources. Since 1962 three major studies and two
Employee Suggestions have recommended, with one exception,
consolidution of the various courier systems as a cost sav-
ing measure. The single exception argued for decentralized
service based on the need for sccurity compartmentation. In
spite of the time and effort spent studying this issue, and
the similarity in the conclusions and recommendations reached,
no inplementing action has been taken. Still, it would seem
that with appropriate courier clcarances and wrapping proce-
dures, all classifications and categories of materials could
be transmitted within a centralized courier and pouch system
without violating either security or the "need to know" prin-
ciple.

2. The Information Systems Analysis Staff, DDM&S is
currently conducting yet another study of this problem. MAG
recomnends that you express a personal interest in this ssu
and encouragc the adoption of procedural and policy changes

S
fhodiete il Sty s g

> to establishi

np a centralized courier and pouch i

) 4 f) ¢

- rd e &
() R .

A
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12 October 1073

MEMORANDUM FOR:  The Personnel Approaches Study Group

FROM ¢ The Management Advisory CGroup
SURJECT : tions on Agency Personnel

The Management Advisory CGroup recommendations outlined
below are prescuted for the consideration of the Personnel
Approaches Study Greup in framing its analysis of Agency

personncel management. MAG is aware that of the procc-
durces recomsended arc already practiced in some components;
they are included because MAG beliceves they should be imple-

nented throughout the Agency. TFor the sake of brevity, we
have not w"fw‘“d b round arguments or the detailed
rationales which waderlie spocific recon ons, but we
would be happy to discuss them if requested to do sa.

The premises listed describe M ('5; poml< of departure
in the preparation of its :rcccvz:":mand tions. They are repro-
! because we belicve thonm to hv important in thelr

A
1
N

s

duced he
own Tighl

L.

PREMISES

1. Resource constraints will require the Agency
To operate with fewer people.

2. The Agency is and must remain ni ;w(m~oL lented;
1 efore, personnel management policies must
1"("’"‘"0("'5 and support rather than drive Agency
programns.

3. Mission reculrements are co*l'r“i_zmouz;],)»’ changing
and increasing in complexity.

4. Top nmunagement

to change,

5. A sreat many

ncy problems and a majority of
le pz“obl s oresult from poor supervisory
perfornance,

LI Aoy . 3
6. The Agency i
nroductive enyg

too nany desirable and
J
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8.

RECOMMENI

1.

6.

Orderly sceparation of marginal

necessary part of personnel man

Agency regulations provide the

a p‘rocwss, they have yet to be imnl
n

any consistent Agency-wide fashion.

Agency bureaucratic processes have orown
point where they inhibit fulf€ill . of
mission and ave a detriment to morale and cefficiency.

JATIONS

Establish one Career Service for each Directorate
and one for the DCT.

Create a Careeyr Service for 21l GS5-10s and above.
a Career Panel system along furnciional lines

cach Carcer Service.

ise the Director's
Seftoc ~out J.uprm.L performers.
the Career Panels should be the
and the identi tion of margi

Ixpand. and malke
to encourage th“
and to facilita:

more effcct
resienation of
e carly retireme

Eliminate the concept of a limiteo
period followed by career status
to thz tenure syadrome.

probvat LCN‘ TY
bocause 1t leads

Re,qu’c'ro formal SLU“OIVL ory training for 2all pro-
fessional employe

S .

Establish specific criteria
Supre'rV'LSt r will be evaluated
of his Fitness Reports.

Require pesriodic formal reverse Fits
SUPCTVLISOYS To obtain subou ‘nﬂ.‘
a Lmo sor's perlormance

ldi[) on an experiang

p oner
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CC:

10.

14,

15.

16.

17.

pr and the number of specific, high-grads
thyoughout the Acvency for promoting indl
who possess vital, pon-supervisory skill

rotational
1 officv., for promi

Greatly expand the number of
preferably outside hon
at all levels.

Abolish the group-hiring aspe e
iog Program and hire new emn

openings.

Establish an intra-Agency information
seanncl where supervisors with jobs to
for candidates. Recommend that a search
bank be a fivst step in filling vacanct

Create a number of OH““YOQI fellowships which
bring outside talents into the Agnngy as a mean
of prov1d1n“ Agency vw)70)0~< with uaccess to S} :
skills and fresh outlooks from acaden ia, industrey
dud other Government agencies

Expand sebbatical programs which will
Agency cmployees in acadenic and profess
tions outside the Agency.

Use the MBO process for the carly identification of
mavginal programs and Skills so thot affected
can be cetrained and assigned

o~ v~7‘
SeWHCTEe .

Encourage a Onc-Agency attitude by assignis
than 30 employees per year {rom cach Dire
related functional areas in other DI!OC(C
not less than one week.

Require that Directors and 00
cally with groups of employees
thely components.

Halelst

MANAGEMENT ANVISORY

0
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MEMORANDUM TFOR: Executive Secretary, CIA Managcment Comndttce

FROM  Management Advisory Group
SUBJECT © ¢ CIA Suggestion and Invention Awards Pragran

1. MAG has rtmoucwd a limited survey of th
Suggestion and Invention Awareds Program. Intercs
subject avose as a result of individual expre:
over ho ¥ "‘:'L,L,?\/ ness of a program whose £
15 to "promoite efficiency in Guvernment opes
nf pertinent points emorged from the survey.,

u

T U«'r‘w‘fy])

and Wea knes

s_in_the P;

2. The Suggestion and Invention Awards Program is a useful
instrument of change. It draws m.mloyoe attention to the need
for new ways of doi ing old ¢hi < It encourag cxXperimentation.,

empts to draw on the of ‘those persons who otherwisc
might vemain silent o go unheard,

;estion Program provides an indep
of communicat and rDiC‘C‘v au,cnf_,ion and uusxm?
it ot}w“wmc‘ 1 t not occur, This 1is particularl
where the lmg(u t of an idea crosses command lines.

3. The
-

2 toward

A. Management displays an ambivalent at tit t
nuoucr" amd users of —

program. Some managers are enthusiastic su
the system; othexrs are vocally opposed to i

